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Abstract: Intrapersonal competencies form the  foundation 
of one’s development, and they are fundamental qualities 
of leadership competences. Four types of intelligence are 
highlighted in the literature of positive psychology: intelli-
gence quotient (IQ), emotional intelligence quotient (EQ), 
adversity quotient (AQ) and spiritual intelligence quotient 
(SQ). It is argued that these competences are important 
in a service leader. Through this lecture, it is expected 
that students will understand the basic concepts and the 
importance of different intrapersonal competencies (IQ, 
EQ, AQ and SQ). We also discuss the relationship between 
these intrapersonal competencies and effective service 
leadership. Finally, ways to promote different intraper-
sonal competencies are depicted.
Keywords: adversity; emotional intelligence; intelligence; 
resilience; spirituality.
Introduction
What does a competent service leader look like? The 
common answer is “high intrapersonal intelligence is 
one of the characteristics”. According to Gardner’s mul-
tiple intelligence theory [1], intrapersonal intelligence 
refers to “the effective working model of oneself and the 
ability to use the model effectively in light of your desires, 
needs, wishes, fears, and skills” [2, p. 29]. Intrapersonal 
intelligence and its related competencies are perceived 
as assets to a leader. For example, Hogan and Kaiser [3] 
identified four kinds of managerial competence: intraper-
sonal skills, interpersonal skills, business skills and lead-
ership skills. In his conceptualization, intrapersonal skills 
refer to “internalized standards of performance” and the 
ability to “control emotions and behavior” (p. 173). Simi-
larly, Day [4] considered intrapersonal competencies to 
be the fundamental qualities of leader development, 
and they were conceptualized in terms of self-awareness, 
self- regulation and self-motivation. Generally speaking, 
intrapersonal competencies process information about 
the self and involve a wide range of abilities related to self- 
understanding and self-management.
This lecture on the subject “Service Leadership” 
focuses on four kinds of intelligence underlying intrap-
ersonal competencies dealing with problem-solving, 
emotion management, adversity resilience and the 
meaning of life. They are termed intelligence quotient 
(IQ), emotional intelligence quotient (EQ), adversity quo-
tient (AQ) and spiritual intelligence quotient (SQ). All four 
kinds of intelligence are regarded as relevant to service 
leadership and thus deserve more in-depth discussion.
Intrapersonal competencies
IQ pertains to a score derived from standardized intel-
ligence tests such as the Wechsler tests or Raven’s Pro-
gressive Matrices. Though based on different intelligence 
theories, these intelligence tests generally assess cognitive 
abilities of human beings, e.g. memory, verbal ability, arith-
metic ability, logic reasoning and visual-spatial perception. 
A standardized score is generated by referring to a normed 
sample. In other words, IQ indicates the relative position of 
an individual’s intelligence in a given population.
IQ is important because of its well-documented asso-
ciation with academic and career achievement, though 
to what extent is debatable. Summarizing prior research, 
Neisser et  al. [5] found that IQ explained about 30% 
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of the variance of years of schooling, 25% of the social 
status variance and one-sixth of the income variance. 
Moreover, according to Sternberg et al. [6], IQ accounted 
for  4%–30% of job performance variance. IQ was associ-
ated with leadership performance as well. In Simonton’s 
[7] study of the previous 44 US presidents before George 
Bush, IQ scores predicted the ratings of leadership per-
formance. Admittedly, strong cognitive ability is a lead-
er’s advantage because leadership is a complex process 
requiring high-level information processing, problem 
solving, environment monitoring and creativity [8–10]. 
Nevertheless, a comprehensive meta-analysis [8] showed 
that the association of intelligence and leadership effec-
tiveness (perceived effectiveness: r = 0.17; objective effec-
tiveness: r = 0.33) was not as strong as expected. Recent 
researchers pay more attention to the non-intellectual 
aspects of intelligence in leadership processes, such as 
emotional intelligence [11], adversity quotient (AQ) [12] 
and spiritual intelligence [13]. These “non-intellectual” 
competencies are important because effective leaders are 
excellent at motivating others, conquering adversity and 
sharing vision and value, which requires much more than 
cognitive ability.
Notwithstanding the predictive value of IQ to academic 
performance and job performance, many non- intellectual 
factors contribute to the success of life and career. EQ 
is one of the factors related to our thriving. Salovey and 
Mayer [14] proposed the concept of EQ as a distinct intel-
ligence, which was regarded as relevant to life success. 
Initially, they defined EQ as “the ability to monitor one’s 
own and others’ feelings and emotions, to discriminate 
among them and to use this information to guide one’s 
thinking and actions” [14, p. 189]. Mayer et al. [15] found 
that EQ was associated with individual and social life in 
many domains such as school, delinquent behavior, proso-
cial behavior, leader-follower relationship, and  customer 
relationship. Goleman [11, 16–18] highly advocated this 
idea with a broader conceptualization. In particular, he 
focused on how EQ is translated into career success by 
arguing that EQ integrates a wide range of emotion-related 
attitudes, knowledge, abilities and skills, distinguishes 
the outstanding staff from the average. According to Gole-
men’s view [18], three types of competencies are needed 
for a given position: technical skills, e.g. MS Office appli-
cations; cognitive abilities, such as logical reasoning; and 
abilities related to emotion, e.g. handling one’s frustration. 
Technical skills and pure cognitive ability merely indicate 
the threshold competencies to obtain and maintain a job in 
a given profession, which is far from adequate for being an 
excellent performer, let alone being an outstanding leader. 
In contrast, EQ contains both cognitive and emotional 
skills that help people deal with the emotions of self and 
others, which further enhances great work performance 
and leadership.
Under this main assertion, Goleman [11] proposed 
a model of EQ in terms of a theory of performance. This 
model is very influential and has inspired much research 
regarding EQ in the workplace. Goleman [11] divided EQ 
into five domains: self-awareness, self-regulation, moti-
vation, empathy and social skills. Self-awareness helps 
leaders to identify and understand the emotions of oneself 
and its impact on others. Self-regulation enables leaders 
to control impulsive and detrimental emotions and to 
behave rationally. Intrinsic motivation helps leaders 
to be energetic and persistent in their work. Empathy 
enables leaders to understand others’ perspectives and 
feel their affective state. All four mentioned domains con-
tribute to social skills in building and sustaining social 
relationships, which further facilitate the attainment of 
leadership.
Inspired by Goleman’s work, a great deal of empirical 
research has been conducted to demonstrate the associa-
tion between EQ and leadership effectiveness. For example, 
based on a sample of 98 senior managers in the public 
sector, Carmeli [19] found that EQ was positively associated 
with positive work attitudes, altruistic behavior and work 
performance. Rosete and Ciarrochi [20] discovered that 
EQ, assessed by the scale MSCEIT (Mayer, Salovey, Caruso 
Emotional Intelligence Test) [21], predicted leadership 
effectiveness beyond the effect of cognitive intelligence and 
personality among senior managers. The last example was 
a study conducted by Kerr et al. [22] based on 1258 employee 
ratings of 38 supervisors’ leadership performance. They 
found that supervisors with high scores in “identifying 
emotions” and “using emotions to enhance reasoning” 
were regarded as more effective in a supervisory role.
Despite the varied definitions of EQ, researchers and 
practitioners mostly believe that leadership is a highly 
emotion-laden process, and hence leaders should be able 
to manage their own emotions and influence their fol-
lowers’ emotions. Walter et al. [23] suggest taking EQ into 
account in leader selection and promotion. Meanwhile, 
some researchers believe that EQ can be learned [18]. 
Thus, a related curriculum is highly desirable to nurture 
service leaders.
While EQ addresses a batch of competencies dealing 
with emotional issues regardless of the nature of emotion, 
AQ specifically addresses issues of failure, misfortune or 
other kinds of severe adversity. Stoltz and Christensen [12] 
proposed the concept of “adversity quotient” in their book 
Adversity Quotient: Turning Obstacles into Opportunities. 
Accordingly, AQ “is the precise, measurable, unconscious 
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pattern of how you respond to adversity” [12, p. 23]. The 
authors state that how well one withstands adversity 
and overcomes difficulties indicates how much one can 
achieve.
AQ is closely related to resilience. Resilience is defined 
as a “dynamic process encompassing positive adaptation 
within the context of significant adversity” [24, p. 543] or a 
characteristic of an individual who can “respond quickly 
and constructively to crises” [25, p. 3]. The concept of resil-
ience has elicited much heated scientific discussion, espe-
cially in the positive psychology movement [26, 27]. In the 
beginning, research on resilience mainly focused on the 
development of children and adolescents who were raised 
in high-risk situations, e.g. poverty, parental problems, 
chronic illness [28–30], or suffered a traumatic experi-
ence, e.g. maltreatment [31, 32]. It is surprising to note 
that in a similar adverse situation, some children did not 
have salient psychosocial problems. For example, when 
interviewing 330 adolescents who had been Ugandan 
child soldiers, Klasen et al. [33] found that 27.6% of them 
did not show posttraumatic stress disorder, depression 
or other behavioral and emotional problems at the psy-
chopathological level. Individual differences in having 
“protective factors”, including resources or competencies 
within the individual, the family, peers, the school or com-
munity may yield different levels of resilience to adversity 
[34]. Identifying the protective factors and examining the 
underlying mechanisms soon became the major work of 
proponents of resilience to developmental adversity.
Stoltz and Christensen [12] extended the idea of resil-
ience to the business realm, but treated it as an individual 
capacity to withstand and bounce back from adversity. In 
line with other scholars and practitioners [35–37], Stoltz 
[38] called for fostering resilience as a significant quality 
of leadership in the business realm. It is inevitable for a 
leader to encounter a variety of failure, misfortune or 
loss in his/her career, and it is usually accompanied by 
negative emotions such as disappointment, confusion, 
anger, guilt or shame. How to manage setbacks is vital to 
leadership quality. Resilience is not equal to toughness. 
Toughness is about suppressing emotion in the face of 
negative consequences, whereas resilience reflects not 
only accepting misfortune or failure but also rebounding 
stronger than before [36]. The leader’s resilience not only 
benefits the leader, but also positively influences others. 
For example, resilient leaders may serve as role models for 
others, who then further build the foundation of resilience 
at the organizational level [38].
In summary, despite the sparse empirical studies 
done on resilience in the leadership field, people com-
monly believe in the importance of improving resilience 
among leaders. The ability to successfully cope with 
adversity and bounce back in face of hardship can be 
trained [36, 38]. It is necessary to deliver knowledge and 
skills of resilience-related competence to students in the 
service leadership subject.
In addition to IQ, EQ and AQ, there is a growing lit-
erature on the importance of spirituality. King and Roth-
stein [35] regarded belief system as a protective factor that 
contributes to the resilience process. The belief system 
includes meanings, goals and fundamental values, which 
serve as a guide to carry people through adversity. The 
authors highlighted the importance of spirituality in 
human life. Spirituality as an intelligence was proposed 
by Danah Zohar and associates [13]. Later, increasing 
efforts were put toward uncovering the nature and func-
tion of spiritual intelligence in human life. Despite a lack 
of consensus on the definition of spiritual intelligence, 
most researchers [13, 39, 40] regard spiritual intelligence 
as an ability to deal with meanings, purposes, values and 
other spiritual resources and use them to solve problems. 
To illustrate, Zohar [41] saw spiritual intelligence as an 
intelligence that causes someone to “wrestle with ques-
tions of meaning and value” and that impels someone to 
engage in his/her life with “some kind of service to some 
higher or deeper cause” (p. 62). In addition, Emmons [40] 
viewed spiritual intelligence as “the adaptive use of spir-
itual information to facilitate everyday problem solving 
and goal attainment” (p. 59).
It is controversial to consider spirituality as an intel-
ligence. Spirituality pertains to meaning and purpose in 
life, attitudes and responses toward death and dying, the 
search for the sacred or infinite including religion, hope 
and despair, forgiveness and restoration of health [42]. It 
appears irrelevant to the intelligence that traditionally 
deals with a wide range of cognitive abilities for adaption. 
However, Emmons [39, 40] pointed out the overlapping 
conceptual framework of spirituality and intelligence as 
a problem-solving talent [43, 44] by arguing that spiritual 
resources can be exploited to adaptively solve problems 
in life. Prior literature supports this idea by stating that 
spiritual resources can be utilized to improve intraper-
sonal growth and leadership effectiveness.
Spiritual intelligence can be manifested in a clear 
meaning of life or purpose in life. The discussion of life 
meaning is rooted in the eudaemonic theories of well-
being, which emphasize personal growth over pleasure 
in the conceptualization of well-being [45]. According to 
Frankl’s premise of “will to meaning” [46], humans have 
an innate drive to search for meaning and purpose in their 
lives, and the lack of meaning may lead to maladaptive 
functioning. This notion has been evident in burgeoning 
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research. Zika and Chamberlain’s [47] study of a mother 
sample and an elderly sample showed that meaning in life 
was found to be positively associated with well-being, e.g. 
positive affect and emotional ties, and negatively associ-
ated with ill-being, e.g. depression, anxiety and loss of 
control. Particularly in young people, the role of spiritu-
ality is also profound. Shek’s [48, 49] early works assess-
ing Hong Kong secondary school and university students’ 
purposes in life revealed that spirituality was positively 
associated with well-being and negatively associated 
with general psychological problems and hopelessness. 
Recently, based on 1807 Hong Kong adolescents, Ho et al. 
[50] found that meaning of life predicted heightened life 
satisfaction in different life domains (i.e. a latent factor 
including life satisfaction of family, friends, health, 
school life and self), and less psychosocial problems (i.e. 
a latent factor including anxiety, depression, alienation 
and social maladjustment) through bolstering optimism 
(against pessimism).
The benefits of spirituality extend to the workplace. 
Laabs [51] believed “something spiritual is creeping into 
the workplace, and it seems to be gearing up to be more 
than a trend” [p. 60]. A successful leader is apt to inspire 
people and instill in them a vision to strive for [41]. When 
people recognize the meaning of their work and foresee 
their future mission, they will engage and persist in their 
current duties. This notion has been adopted in many ide-
ologies of leadership. Spiritual leadership that emphasizes 
communicating vision and developing a sense of member-
ship in employees would most probably be the theory that 
comes to mind [52]. Other models such as servant leader-
ship, transformational leadership, authentic leadership 
and charismatic leadership also treat spiritual intelligence 
as a quality leading to effective leadership. For example, 
charismatic leadership emphasizes the ability to develop 
and articulate an inspirational vision, so that followers 
will devote themselves to their collective mission [53]. 
Transformational leadership and servant leadership share 
the importance of vision in motivating followers [54, 55]. 
In addition, authentic leadership advocates a rediscovery 
of spirit within the self and a connection with others with 
shared meaning [56].
Leaders who are able to promote the spirituality of 
employees can contribute to the development of an organ-
ization. By summarizing a body of literature on spiritu-
ality at work, Karakas [57] believed that spirituality can 
foster the employees’ well-being, meaningfulness of the 
job and a sense of interconnectedness. These all promote 
organizational performance such as productivity. In view 
of a business world with excessive material concerns, 
Zohar [41] called for adding a moral element to business, 
making it more service- and value-oriented. To this end, 
a service leader who knows how to develop a collective 
vision and inspire followers to transcend physical pur-
suits or self-interest is highly recommended.
Intrapersonal competencies and 
service leadership
According to the SLAM framework [58], Service leadership 
is “about promoting and inspiring competitive advantage 
by the use of smartness, EQ, SQ, and inspiration rather 
than by only smartness and hard power”. As a service 
leader, a certain level of smartness such as problem- 
solving skills is needed to develop and deliver high quality 
service. During the service delivery process, uncertainty, 
misunderstanding, failure, loss or unexpected changes 
are inevitable. Serving the needs of others and systems 
demands transcending self-interest. Therefore, the 
ability to handle emotions of self and others, to conquer 
adversity and to transcend physical pursuit needs to be 
improved as well. To nurture holistic development of uni-
versity students, we designed a lecture to discuss the four 
facets of intrapersonal competencies (IQ, EQ, AQ and SQ). 
We encourage students to reflect on their current intraper-
sonal competencies and seek ways to improve them.
Lecture content
Intrapersonal competencies mean a person’s ability to 
“ recognize one’s own unique way of perceiving and com-
prehending the world” [59]. Because the competencies form 
the foundation of one’s development and behavior, they 
are essential to leadership competencies. Intrapersonal 
competencies involve a variety of intelligences related to 
problem-solving, emotion management, adversity resil-
ience and meaning of life, which are conceptualized as 
IQ, EQ, AQ and SQ. These intelligences are important for 
a person to recognize correctly and respond rationally to 
various environment challenges. In this lecture, intraper-
sonal competencies of service leadership as well as ways 
of self-promotion will be introduced to students, so that 
they will gain not only theoretical knowledge, but also the 
awareness to their own internal intelligence.
It is expected that after taking this lecture, the stu-
dents will be able to: a) understand the basic concept 
of different intrapersonal competencies (IQ, EQ, AQ 
and SQ); b) understand the importance of developing 
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different intrapersonal competencies (IQ, EQ, AQ and 
SQ); c) realize the relationships between different intrap-
ersonal competencies (IQ, EQ, AQ and SQ) and effective 
service leadership; and d) suggest ways to promote dif-
ferent intrapersonal competencies (IQ, EQ, AQ and SQ).
In addition to direct lecturing, the teacher conducts 
class activities including group discussion and self-reflec-
tion. The lecture plan is presented below in Table 1.
This lecture begins with a warm-up activity of two 
brain twister questions. Students have to answer the ques-
tions as quickly as possible. They will be guided to evalu-
ate whether these brain twisters can assess how intelligent 
one is. The activity is wrapped by introducing there are 
different kinds of intelligence (i.e. IQ, EQ, AQ, SQ), that 
constitute intrapersonal competencies. In the first part, 
four kinds of intelligence (IQ, EQ, AQ, SQ) are introduced 
to enable students to have a basic understanding. First, 
the teacher briefs on the concept of intelligence quotient 
(IQ) by presenting a simulated test item similar to those 
in the Raven’s Progressive Matrices. Students will judge if 
IQ completely determines one’s success. Briefly discuss-
ing this question, the teacher brings in the idea of emo-
tional intelligence (EQ) that sometimes plays a heavier 
role in goal attainment. The teacher talks about the EQ 
model developed by Golemen [11]. The model describes 
five components: self-awareness, self-regulation, motiva-
tion, empathy, and social skills. Next comes AQ, a type 
of intelligence particularly for coping with adversity. Two 
knowledge points are highlighted. The first one focuses on 
the pursuit of human growth in adversity, and the second 
stresses changing challenge into opportunity. As students 
may not be familiar with AQ compared with IQ and EQ, this 
topic is illustrated by a video depicting the story of Nick 
Vujicic. Nick was born without limbs due to a rare disease. 
However, he demonstrated an extraordinarily high AQ. 
Through watching Nick’s story, students are inspired and 
gain a better idea of AQ. Finally, the teacher asks a few 
questions to move to the topic of spiritual intelligence (SQ): 
“Do you believe in God or have other faith?”; “What is the 
ultimate meaning of life?”; and “Will you forgive someone 
if he/she offends or hurts you?” These questions link the 
abstract concept to daily life and prompt students to reflect 
on their lives. Further elaboration using real life examples 
is provided to show how to use spiritual resources to solve 
problems, which is the essential point of SQ.
By the end of this part, students are required to 
complete an online scale assessing intrapersonal com-
petencies based on an existing question (source: http://
www.3smartcubes.com/pages/tests/intrapersonal_intel-
ligence/intrapersonal_intelligence_questions.asp). This 
exercise (Worksheet 1)1  serves two purposes. First, rating 
oneself in different aspects of intrapersonal competen-
cies helps students to be more familiar with the concept. 
Second, the teacher will guide students to identify their 
weakness and strength in respective aspects of intraper-
sonal competencies.
The focus of the second part then switches to the impor-
tance of intrapersonal competencies. The teacher shows a 
model to demonstrate that knowing oneself and applying 
self-understanding to solve problems will enhance aca-
demic and career achievement. Then, the teacher presents 
research findings of desirable outcomes of intrapersonal 
competencies, e.g. psychological health, life satisfaction 
and effective leadership. In particular, he/she elaborates 
on the association between different kinds of intelligence 
(IQ, EQ, AQ, SQ) with service leadership: 1) IQ is impor-
tant for effective service leadership because knowledge 
and skills are needed to optimize service quality; 2) EQ is 
important for effective leadership because a service leader 
needs to be aware of how his/her emotion may influence 
others and he/she has to behave accordingly; 3) AQ is 
 significant because it is natural to have personal setbacks 
and problems while leading oneself and others; and 4) SQ 
is significant because through transcending oneself or 
knowing the meaning of life, one will be better prepared 
to provide high quality service in leadership.
Table 1: Lecture plan.
  Teaching content
Part I: Intrapersonal competencies (IQ, EQ, AQ and SQ)  – Lecture
  – Warm up activities: “Brain twister questions”
  – Self-reflection: “How are your intrapersonal competencies”
Part II: Importance of intrapersonal competencies   – Lecture
  – Group discussion: “Which Q?”
Part III: Ways to promote intrapersonal competencies   – Lecture
  – Group discussion: “How to improve intrapersonal competencies – Tip bags”
Part IV: Conclusion and sharing  
1 Due to copyright, the worksheet 1 is not included in this paper.
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At the end of this part, students discuss in groups the 
application of IQ, EQ, AQ and SQ in real life situations. 
They receive three scenarios describing real life problems 
(see Worksheet 2) that ask them to decide which intraper-
sonal competency is the most important in the given situa-
tion. This activity helps students understand that the kind 
of intelligence required may vary across situations and 
solving one problem may require multiple intelligences.
The final part deals with ways to improve intraper-
sonal competencies. The teacher explains several possi-
ble approaches to improve intrapersonal competencies: 
self-awareness, self-regulation, determination and devel-
opment of vision and values. Self-awareness highlights 
understanding oneself through self-reflection and lis-
tening to others’ perspective. Self-regulation talks about 
controlling one’s emotion and maintaining the alignment 
of behavior and values. Determination encourages build-
ing motivation to conquer difficulties and challenges. 
Development of vision and values leads to a quest for the 
meaning of life. The teacher will suggest specific tips to 
improve their intrapersonal competencies and asks stu-
dents to propose and share their own ways of improving 
different kinds of intelligence among their groups. Each 
group gets a description of two specific competencies of 
a certain intelligence (see Worksheet 3). For example, one 
group obtains two specific competencies of AQ: “being 
able to change challenge into opportunity” and “maintain-
ing hope and optimism in adverse situations”.  Students 
discuss with their group members how to improve respec-
tive abilities and post their tips on the white board in front 
of the class. This activity cultivates collaborative learn-
ing, which is one of features of this course. This part is 
wrapped up by highlighting that intrapersonal competen-
cies are incremental and there are diverse approaches to 
improve intrapersonal competencies.
This lecture ends with a summary and discussion about 
related core beliefs. The lecture illustrates the component 
of competencies of leadership in the following formula:
2E MC ,=
where E stands for effective service leadership, M stands 
for moral character and C2 denotes competencies of lead-
ership and a caring disposition. Improving intrapersonal 
competencies is part of self-leadership, which satisfies 
the needs of self. The relevant core beliefs include Core 
Belief 1 (leadership is a service aimed at ethically satisfy-
ing the needs of self, others, groups, community, systems 
and environments), Core Belief 3 (leadership effective-
ness is dependent on possessing relevant situational task 
competencies plus being judged by superiors, peers and 
subordinates as possessing character and exhibiting care) 
and Core Belief 4 (service includes self-serving efforts 
aimed at ethically improving one’s competences, abili-
ties and willingness to help satisfy the needs of others). 
By the end of the class, a quotation by an American poet 
Susan Schutz is shared to wrap up the lecture on intraper-
sonal competencies: “This life is yours. Take the power to 
control your own life. No one else can do it for you. Take 
the power to make your life happy”.
Conclusion and reflection
This lecture aims to enrich and expand students’ under-
standing of what an effective service leader should be by 
introducing the concepts of IQ, EQ, AQ and SQ. In Hong 
Kong, tertiary education, research and teaching staff often 
reflect on what kind of education should be offered to uni-
versity students. The previous preference of academic per-
formance to psychosocial and spiritual aspects of youth 
development is problematic. In view of multiple existing 
youth problems, e.g. mental problems, heightened self-
centeredness, lack of citizenship and social responsibility, 
Shek and his associates [60, 61] advocate that nurturing 
holistic development (including physical, psychological, 
social and spiritual domains) among Hong Kong youth 
is an effective approach. Regarding this lecture, several 
points are noted in training intrapersonal competencies 
in Hong Kong young people.
First, IQ broadly involves adaptive problem-solving 
and critical thinking. Compared with a traditional edu-
cation of logical reasoning, verbal ability and expertise 
knowledge and skills, the education of problem-solving 
and critical thinking has not received adequate attention.
Second, the notion of resilience is upheld in Chinese 
people as well. The extent of individual resilience is influ-
enced by the beliefs one holds, especially cultural beliefs 
regarding adversity [62, 63]. Two kinds of Chinese cultural 
belief concern adversity. Beliefs emphasizing the value 
of adversity and people’s ability to conquer adversity, 
such as “ren ding sheng tian” (man is the master of his 
own fate), are associated with adaptive adjustment, e.g. 
greater well-being, less academic and behavioral prob-
lems. Beliefs highlighting fate control such as “hao chou 
ming sheng cheng” (whether life is good or bad depends 
on fate) are associated with maladaptive adjustment, 
e.g. lower well-being and more academic problems, both 
in the poor and non-poor adolescents, with a stronger 
impact on the first group [63]. These studies indicate a 
need for cultivating resilient cultural beliefs in Chinese 
youth. Unfortunately, resilience as a competency is less 
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emphasized or even overlooked in formal education. Cur-
rently, children are likely raised in a greenhouse with lots 
of parental  protection [64].
Despite the need for nurturing spirituality among 
youngsters [65], it would not be easy to implement in a 
materialistic environment. Preoccupation with material 
possession has become a growing concern in Chinese 
adolescents that could undermine spirituality [66]. Fos-
tering spirituality may alleviate materialistic indulgency, 
e.g. conspicuous consumption [67]. Hence, it is worth pre-
senting the concept of spiritual intelligence. In particular, 
students need to reconsider the meaning of life because 
“active reflection and experience are important processes 
in the development of spirituality” [68, p. 5].
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Worksheet 2
Which Q?
An effective service leader should possess a variety of 
attributes to progress in a constantly changing and chal-
lenging environment. In the different cases given below, 
please think about which Q (i.e. IQ, EQ, AQ or SQ) would be 
the most important to you in coping with the correspond-
ing situation. Write down your answer and explain why.
Scenario 1
You are a final year student. You are going to attend an 
important qualifying examination. If you fail, you cannot 
graduate on time.
Scenario 2
You enter an internship program and also have to work as a 
sales person. One day you are late for work due to a traffic 
jam. Your sales manager criticizes your irresponsible and 
unreliable behavior without giving you a chance to explain.
Scenario 3
One day while shopping in a mall, you catch your best 
friend cheating on his/her partner.
Worksheet 3
Group discussion: how to improve 
 intrapersonal competencies
Discuss how to improve the intrapersonal competencies 
listed below and suggest two strategies for each competency.
Write down your strategies and post them on the 
white board.
IQ: 1) Long attention span; 2) problem-solving skills; 
3) extraordinary memory; 4) logical and analytical ability.
EQ: 1) Able to recognize emotions of self and others; 2) 
able to read non-verbal messages of others; 3) balance 
feelings with reason, logic and reality; 4) not dominated 
by negative emotions.
AQ: 1) Able to withstand adversity and continue forward; 
2) have control and influence in adversity; 3) able to 
change challenge into opportunity; 4) maintain hope and 
optimism in adverse situations.
SQ: 1) Able to forgive someone; 2) utilize spiritual resources 
(e.g. values or faith) to solve problems; 3) discover the 
meaning of life; 4) able to transcend beyond the self.
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